This article examines the relationship among perceived gender discrimination, organizational justice, and work-related attitudes (i.e., job satisfaction, organizational commitment, and intentions to leave) for a sample of Protestant clergy in Hong Kong. The moderating role of gender on the relationship is also explored. The results of regression analysis showed that (a) justice and discrimination perceptions were significantly related to job attitudes; (b) compared to men, women who perceived more gender discrimination had a lower level of organizational commitment; (c) compared to women, men who perceived more distributive justice had a higher level of job satisfaction; and (d) perceptions of justice influenced intentions to leave through their impact on job satisfaction and organizational commitment. Theoretical and practical implications are discussed.
employee theft (Greenberg, 1990) ; and perceived gender discrimination has been positively linked to work conflict (Gutek, Cohen, & Tsui, 1996) .
Although one published study focused on both perceived ethnic discrimination and perceptions of distributive justice (Foley, Kidder, & Powell, 2002) , few studies have examined perceived gender discrimination, procedural justice, and distributive justice together in one model, particularly in a non-Western setting. In addition, in the studies that have focused on gender differences in the reactions to justice or discrimination, the results from these studies have been mixed (Lee & Farh, 1999; Ngo, Tang, & Au, 2002; Sweeney & McFarlin, 1997) .
In the present study, we relate individuals' perceived gender discrimination, procedural justice, and distributive justice to their reactions to the job and to the organization, and we examine the moderating role of gender on these relationships in a non-Western setting. The purpose of this study is fourfold: (a) to provide a theoretical framework that links perceptions of justice and gender discrimination to several salient job attitudes (i.e., job satisfaction, organizational commitment, and intentions to leave); (b) to extend the current literature by testing several new hypotheses about the moderating role of gender; (c) to test the mediating effect of work-related attitudes on the relationship between justice or discrimination perceptions and intentions to leave the organization; and (d) to assess the generalizability of research findings in Western settings by employing a non-Western sample. We examine the reactions of Protestant clergy in Hong Kong to perceptions of justice and gender discrimination.
Similar to other professional occupations, the clergy has been maledominated and male-controlled (Bock, 1967; McDuff & Mueller, 2002) . There is clear evidence that female clergy experience inferior work conditions and suffer from workplace inequalities (Chang, 2000; McDuff, 2001; Nesbitt, 1996; Schneider & Schneider, 1997) . The present study adds to the management literature by examining the outcomes of perceptions of gender discrimination and justice for professional workers. Also, using samples from other countries allows us to see whether American management theories, which reflect American culture, are transferable to other countries (Hofstede, 1993) . We apply theories from social psychology including social identity theory, social comparison, relative deprivation, and gender-role theory. Based on gender-role theory, we propose that men react more strongly to perceived justice in the workplace and women react more strongly to perceived gender discrimination. Attention to these matters is important for organizations concerned about attracting and retaining professionals of both genders.
LITERATURE REVIEW PERCEIVED GENDER DISCRIMINATION AND SOCIAL COMPARISONS
Gender discrimination is said to occur when personnel decisions are based on gender, an ascribed characteristic, rather than on an individual's qualifications or job performance (Gutek et al., 1996; . Perceived discrimination is an individual's perception that he or she is treated differently or unfairly because of his or her group membership (Sanchez & Brock, 1996) . One's identity group may include individuals with similar demographic characteristics, such as ethnicity, gender, or age (Ensher, Grant-Vallone, & Donaldson, 2001) . When individuals perceive gender discrimination, they believe that members of their sex are systematically disadvantaged at work relative to the other sex (Gutek et al., 1996) .
In assessing whether they are experiencing gender discrimination, individuals often use social comparisons. Social comparisons provide information about what types of outcomes and/or treatments, such as salary increases or promotions, it is possible to achieve (Major, 1994) . Collective relative deprivation refers to the grievance felt on behalf of one's group and the reactions to those grievances, such as resentment and dissatisfaction (Crosby, 1982) . Consistent with the theory of collective relative deprivation, women who perceived that their organization discriminated against their own sex (i.e., group deprivation) expressed their feelings in concrete ways, such as decreased self-efficacy (Gutek et al., 1996) .
DISTRIBUTIVE AND PROCEDURAL JUSTICE
Distributive justice is grounded in equity theory, which states that individuals believe outcomes are fair when they are consistent with individual inputs (Adams, 1965; Folger & Cropanzano, 1998) . Since justice refers to individuals' perceptions of fairness, we will use the terms justice and fairness interchangeably. The fairness of the means used to determine organizational outcomes is referred to as procedural justice. Two central themes in the study of organizational justice are that fairness in organizational procedures constitutes both an important determinant of work attitudes (Lee & Farh, 1999 ) and a predictor of employee reactions, such as how individuals evaluate their workplace experiences (Sweeney & McFarlin, 1997) . Justice researchers have generated a large body of research illustrating that justice perceptions have substantial effects on job satisfaction and organizational commitment (Cohen-Charash & Spector, 2001; Younts & Mueller, 2001 ).
Employees' perceptions of distributive and procedural justice are related to organizational policies and practices. According to Balser (2002) , individuals' interpretations and perceptions of discrimination are also affected by the practices and procedures, adopted by the organization, that signal stakeholders about the organization's concerns for the fair treatment of employees. Some organizational practices (e.g., lower pay for women) may simultaneously affect the perceptions of distributive justice, procedural justice, and gender discrimination, whereas other practices (e.g., salary cut in a department) may affect only one perception. Although the perceptions of distributive justice and gender discrimination involve social comparisons, the target of comparisons may not be the same. Therefore, the three constructs are different but related as they focus on different aspects of equity at work.
GENDER AND CULTURAL DIFFERENCES
Research examining gender differences in the justice/outcome relationship has shown mixed results. Brockner and Adsit (1986) found that perceived distributive justice had a stronger relationship with job satisfaction for men compared to women. Sweeney and McFarlin (1997) found that relationships between the fairness of procedures (e.g., performance appraisal) and various organizational outcome variables (e.g., commitment and intent to stay) are stronger for women than for men, and that relationships between the fairness of outcome distributions (e.g., pay raises) and those same variables are stronger for men than for women. Lee and Farh (1999) replicated Sweeney and McFarlin's study, and the only moderated effect they found was between distributive justice and trust in supervisor, which was stronger for women than for men. Fields, Pang, and Chiu (2000) found that the effects of procedural and distributive justice are about the same for men and for women, suggesting that women may expect to obtain fair treatment in the allocation of rewards. Brockner and Adsit (1986) were guided by the notion that if the equity norm is more salient for males than females, then males' satisfaction with an exchange relationship would be more dependent upon the equity of that relationship relative to females' satisfaction. Lee and Farh (1999) suggested that females focus more on process-oriented issues, whereas males focus more on outcome-oriented issues. Sweeney and McFarlin (1997, p. 84) based their hypotheses on "the overall pattern of laboratory research and theorizing," including women's low sense of personal entitlement and women's socialization to be more interested in cultivating relationships with co-workers than are men. Fields et al. (2000) proposed that distributive and procedural justice will predict work outcomes in Hong Kong in the same way as in the U.S. (i.e., procedural justice will have a stronger relationship than distributive justice with work outcomes for women). They took the viewpoint that Hong Kong's exposure to Western business and employment practices has led to a convergence of work-related values and expectations despite substantial cultural differences (i.e., differences in collectivism vs. individualism, power distance, and Confucianism). Thus, the relationships of justice and work outcomes for Hong Kong employees would be similar to relationships found in previous studies of American employees.
Rather than focusing on the above cultural differences, we propose that due to a similarly high masculinity score in Hong Kong and the United States, the relationship between distributive justice and various organizational outcomes is stronger for men than for women. The level of masculinity versus femininity in a society is related to the division of gender roles and gender differences in values (Hofstede, 2001) . In masculine societies, men are supposed to be assertive, competitive, and focused on material success, whereas women are supposed to be more modest, tender, and concerned with the quality of life (Hofstede, 1980 (Hofstede, , 2001 . Studies have found that Chinese subjects show greater degrees of sex-role differentiation than Americans (Bond & Hwang, 1986) . Therefore, we also expect that the relationship between procedural justice and outcome variables is stronger for men than for women. We suggest that a culture's masculinity dimension may have significant consequences for the validity of applying theories of justice and discrimination from one country to another.
GENDER ROLE THEORY AND PERSONAL RELATIVE DEPRIVATION
One explanation for gender differences in reactions to justice or discrimination that has not been fully explored is the social role theory of gender differences (or gender role theory). According to this theory, women and men tend to differ in a wide range of social behaviors in social contexts in which gender roles are salient (Eagly, 1987) . Individuals conform to gender stereotypes (e.g., men exhibit traditionally masculine behaviors, and women exhibit traditionally feminine behaviors) in large part because the different roles that they perform place different social demands on them (Vogel, Wester, Heesacker, & Madon, 2003) . Males, likely to be in higher-status roles, display gender-stereotypic "agentic" qualities (e.g., assertive, competitive, controlling), and females, likely to be in lower-status roles, display gender-stereotypic "communal" qualities (e.g., nurturing, kind, selfless) (Crosby, 1982, p. 16) . The enactment of gender roles and the confirmation of gender stereotypes appear to be a dynamic process that is dependent on specific contextual factors (Vogel et al., 2003) . Applying gender role theory, Fields et al.'s (2000) finding of no gender difference in the justice/outcome relationship may be due to specific social roles (e.g., occupational roles) that are of considerably more importance in determining work behavior than are gender roles. In other words, because such social roles may easily override gender roles under certain conditions, it is possible that women and men in the same specific social role behave quite similarly (Eagly, 1987) .
The general explanation for personal relative deprivation is that individuals' expectations, based largely on social comparisons, determine levels of contentment regardless of their objective situation. Whereas justice theory takes into account people's feelings about distributions in general, relativedeprivation research concentrates on how people react to "their own position in the larger matrix" (Crosby, 1982, p. 26) . Social comparisons are an essential component in assessing whether one is deprived. Building on Crosby's (1982) work, Major (1994) argued that women feel less entitled to job rewards than do men, and that is the key to understanding women's greater job satisfaction.
SOCIAL IDENTITY THEORY
The basic principles of social identity underlie much of the research on equity and justice theory (Primeaux, Karri, & Caldwell, 2003) . Social identity theory (Capozza & Brown, 2000; Tajfel & Turner, 1986) suggests that people classify themselves and others into social categories and then identify more with members of their own category (in-group) than with members of other categories (out-group). According to this perspective, identity has a social component derived from salient group memberships, such as gender, race, class, and nationality (Ashforth & Mael, 1989) . People may identify more with individuals who are similar along a dimension of social identity that they believe has been used as the basis of discrimination against them (Wharton, 1992) . Social identity theory suggests that females in the workplace may be sensitive to discrimination or injustice that they believe is directed toward women (Schmitt, Ellemers, & Branscombe, 2003) and that women's own personal experiences or the experiences of others with whom they identify will affect their perception of discrimination (Gutek et al., 1996) . Since Hong Kong is a masculine society where social gender roles are clearly distinct (Hofstede, 2001) , we expect that individuals will identify with others along gender lines.
In summary, perceptions of gender discrimination and justice, and the processes that generate these perceptions, occur within social contexts that often treat or reward people differently based on the social group to which they belong. Organizational characteristics, such as segregation and discrimination, are likely to structure comparison processes by shaping the relative value individuals attach to various social groups. Gender differences in work attitudes and behaviors are affected by many aspects of the organizational context, such as role expectations associated with one's gender and job position.
HYPOTHESES
Figure 1 presents our proposed model of perceptions, attitudes, and intentions. Below, several hypotheses are derived for our Protestant clergy respondents in Hong Kong.
DIRECT EFFECTS
Employees who perceived sexist policies and practices in their organizations reported less job satisfaction and organizational commitment (Ensher et al., 2001) and are less likely to choose the same career if they could start over (Gutek et al., 1996) . Discrimination against female clergy is demonstrated by their disproportionate absence from positions of authority, their assignment to specialized positions with less chance of promotions, and lower salaries than male colleagues receive (Nesbitt, 1997; Ngo, Foley, Wong, & Loi, 2003; Schneider & Schneider, 1997) . In addition, studies of male and female clergy consistently find a gender gap in benefits and pay (Chang, 2000; McDuff, 2001) . Female clergy as a group still face difficulties in being accepted by congregations, and female clergy have not integrated well into the occupation beyond lower-level positions (Nesbitt, 1997; Ngo & Wong, 2002) . We predict that when individuals perceive that their gender is used as the basis of discrimination in their workplace, they will display a low level of job satisfaction and organizational commitment.
Hypothesis 1a:
Perceived gender discrimination will be negatively related to job satisfaction. Hypothesis 1b: Perceived gender discrimination will be negatively related to organizational commitment.
It is well documented that when individuals perceive that the basic outcomes in their organization are more fair, they have more positive workrelated attitudes (Greenberg, 1986 (Greenberg, , 1990 . Individuals make social comparisons between themselves and their coworkers in regards to their organizational rewards. These comparisons are likely to influence their assessment of the fairness of rewards in their organization (Ngo et al., 2003) , which in turn affects their level of job satisfaction and commitment to the organization.
Hypothesis 2a:
Perceived distributive justice will be positively related to job satisfaction. Hypothesis 2b: Perceived distributive justice will be positively related to organizational commitment.
One of the most consistent and significant findings of procedural justice research is the positive effect perceptions of procedural justice exert on individuals' long-term attitudes (such as commitment and satisfaction) toward groups, institutions, and leaders (Kim & Mauborgne, 1998) . The manner in which a social system deals with allocating rewards and resources has an impact on organizational effectiveness and on the satisfaction of organizational members (Leventhal, 1980) . Randall and Mueller (1995) provide evidence of the positive effect of justice evaluations on job satisfaction and organizational commitment.
Hypothesis 3a:
Perceived procedural justice will be positively related to job satisfaction. Hypothesis 3b: Perceived procedural justice will be positively related to organizational commitment.
Intentions to leave have been studied extensively in the management literature (e.g., Randall, Cropanzano, Bormann, & Birjulin, 1999) . Most turnover research has found that intentions to leave are the strongest predictor of employee turnover behavior (Rosin & Korabik, 1991; Stroh, Brett, & Reilly, 1996) . Other organizational phenomena have been hypothesized to influence intentions to leave the firm. For one sample of female managers, working in a male-dominated environment was significantly related to low satisfaction and commitment and to a high propensity to leave the firm (Rosin & Korabik, 1991) . Female managers leave their organizations because they "bump their heads" against a glass ceiling. Thus, perceived gender discrimination will increase turnover intentions (Morrison, White, & Van Velsor, 1987) . Stroh et al. (1996) also found that female managers who are frustrated at their lack of career opportunities are more likely to quit their organizations than are male managers with a similar level of frustration.
Previous research has identified a link between organizational justice and intentions to leave (DeWitt, Trevino, & Mollica, 1998) . Social comparisons (with others or self) affect wants, aspirations, and judgments of what is feasible for oneself (Major, 1994) , and when social comparison leads to feelings of unfairness, the individual may intend to leave the firm. As pointed out by McDuff and Mueller (2000) , clergy intentions to leave one church for another are based on a rational assessment of work conditions in their current church. Thus, we predict that despite their professional service calling, clergy will seriously consider leaving their organization if they are experiencing gender discrimination and unfairness in their church.
Hypothesis 4a: Perceived gender discrimination will be positively related to intentions to leave. Hypothesis 4b: Perceived distributive justice will be negatively related to intentions to leave. Hypothesis 4c: Perceived procedural justice will be negatively related to intentions to leave.
MODERATING EFFECT OF GENDER
In the present study, we hypothesize that the relationship between perceived gender discrimination and work-related attitudes will differ for women and for men.
1 Existing evidence indicates that women experience more gender discrimination in the workplace than do men (Northcraft & Gutek, 1993) and encounter a glass-ceiling barrier to promotion based on gender (Morrison et al., 1987) . Some researchers contend that women tend to be more aware of employment discrimination than men owing to their membership in a discriminated-against social group Trentham & Larwood, 1998) . Although social identity theory and the concept of relative deprivation suggests that women typically use other women as their social comparison group (Crosby, 1982) , women presumably compare them-selves to men when assessing gender discrimination. Working women can see that women in general are disadvantaged in the workplace. In other words, women easily recognize areas of collective disadvantage (Crosby, 1982) . If women do indeed perceive more discrimination based on gender than do men, and if they expect to suffer more from it than do men, then the relationship between gender discrimination and negative reactions to the job and organization will be stronger for women than for men.
Hypothesis 5a: Gender will moderate the relationship between perceived gender discrimination and job satisfaction. Specifically, the negative effect of perceived gender discrimination on job satisfaction will be stronger for women than for men. Hypothesis 5b: Gender will moderate the relationship between perceived gender discrimination and organizational commitment. Specifically, the negative effect of perceived gender discrimination on organizational commitment will be stronger for women than for men.
Gender differences in entitlement for pay is an important reason why women are no less satisfied than men are with their jobs or pay despite their objective disadvantage (Major, 1994) . Major (1994) argued that women feel less entitled to job rewards than men do and women's sense of entitlement is likely to be affected by their acceptance of gender-based inequality in job rewards and conditions. The "contented female worker" sees little gap between her actual and desired job rewards, even though she is underpaid relative to men, because pay does not constitute a critical desire for her (Crosby, 1982, p. 160) . Women and men estimate what they deserve on the basis of intragroup comparisons that occur in social contexts in which women are disadvantaged, resulting in women having a lesser sense of entitlement to pay and rewards than men have (Major, 1994) . Female clergy receive lower pay, serve in less desirable churches, and receive fewer opportunities for advancement, yet they are significantly more satisfied with their jobs than are male clergy in comparable positions (McDuff, 2001) .
Among the Protestant clergy in Hong Kong, gender roles are salient and likely to override any specific social roles (e.g., organizational or professional roles), and thus we would expect to find gender differences in justice/ outcome relationships. There are two reasons for the gender differences. First, female clergy have fewer opportunities for promotion and ordination compared to male clergy, and they have a lower representation in large denominations (Nesbitt, 1996; Ngo & Wong, 2002) . According to McDuff and Mueller (2002) , under such circumstances, female clergy tend to develop alternative models of ministry. For example, they may be expanding the images of ways to perform the ministry and reevaluating traditional values about their profession. In ambiguous work situations that lack well-defined organizational and professional roles with clear role requirements, gender roles are relatively salient (Eagly, 1987) . Second, in the local church setting, jobs are highly sex segregated (Ngo et al., 2003) . Because of sex segregation and the assignment of differential tasks for men and women, gender roles become important and even more relevant to job performance than do other social roles.
Personal relative deprivation occurs when an individual feels disadvantaged in his or her job situation relative to others in his or her own group. For a woman, this social comparison group is often comprised of other women (Crosby, 1982) . Crosby (1982) suggested that because of job and occupational segregation, women typically use other women as their social comparison group and consequently have lower expectations for work rewards than do men. Men will react more negatively to injustice than will women because (a) men have been socialized to derive satisfaction from outcomes obtained from competition; (b) men may be more likely to be concerned with fairness issues because procedures and outcomes generally favor them (Sweeney & McFarlin, 1997) ; and (c) in moral problem solving, men primarily employ a justice orientation characterized by considerations of fairness and equity (Gilligan, 1982) . Thus, we expect that men will react more strongly to perceived distributive and procedural justice than will women.
Hypothesis 6a: Gender will moderate the relationship between perceived distributive justice and job satisfaction. Specifically, the more fair the reward, the higher men's job satisfaction compared to women's. Hypothesis 6b: Gender will moderate the relationship between perceived distributive justice and organizational commitment. Specifically, the more fair the reward, the higher men's organizational commitment compared to women's. Hypothesis 7a: Gender will moderate the relationship between perceived procedural justice and job satisfaction. Specifically, the more fair the process, the higher men's job satisfaction compared to women's. Hypothesis 7b: Gender will moderate the relationship between perceived procedural justice and organizational commitment. Specifically, the more fair the process, the higher men's organizational commitment compared to women's.
MEDIATING RELATIONSHIP
Job satisfaction and organizational commitment may function as mediators in our model because they account for the relationship between fairness and discrimination perceptions and an individual's intention to leave the organization. We argue that unfairness or discrimination alone may not cause an individual to consider leaving the organization. However, when the unfairness or discrimination translates into dissatisfaction or low commit-ment, they take on significance through these work-related attitudes. In other words, job dissatisfaction and low organizational commitment intervene between perceptions and intentions to leave and account for why or how individuals intend to leave. Therefore, although we have hypothesized that perceptions of unfairness and discrimination will affect an individual's intention to leave the organization, the mechanism by which these variations in intentions to leave are produced is through job dissatisfaction and low organizational commitment.
Hypothesis 8a: Job satisfaction mediates the effects of perceived gender discrimination, distributive justice, and procedural justice on intentions to leave. Hypothesis 8b: Organizational commitment mediates the effects of perceived gender discrimination, distributive justice, and procedural justice on intentions to leave.
METHOD SAMPLE AND PROCEDURE
Our sample is comprised of Protestant clergy in Hong Kong. We chose clergy as our respondents for many reasons. First, gender inequity and discrimination at work has long been a concern in religious organizations (Chang, 2000; Nesbitt, 1997; Ngo & Wong, 2002) . Partly because of religious doctrines and traditions, women clergy have been disproportionately absent from positions of authority, and they face difficulties in being accepted (Nesbitt, 1996) . As female clergy confront more discrimination than their male colleagues, it is interesting to study how their job attitudes are affected by the perception of gender discrimination at work. Second, in recent research, justice evaluations are found to affect pay satisfaction among clergy (Younts & Mueller, 2001 ). Few studies, however, have examined other outcomes of organizational justice in the church setting. Third, clergy have been viewed as a "professional occupational labor market" characterized by long-term career orientation (McDuff & Mueller, 2000) . Compared to workers in the business sector, clergy tend to have longer job tenure and to care more about their long-term career prospects in the organization. Clergy are characterized by their professional service orientation, a "calling" that goes beyond self-interest toward the divine (McDuff & Mueller, 2000) . A sense of calling reflects the public service ideal that is one of the primary criteria of a profession (Hatch, 1988) . Using clergy as our sample helps us to understand more about how professional workers perceive fairness and discrimination at work and about how organizational conditions affect their perceptions.
The data come from a survey of Protestant clergy conducted in Hong Kong in 2001. The target respondents were 2,600 pastors and preachers for local churches. All of the respondents were local Chinese. A Christian association provided the names and mailing addresses for these clergy. Mailed to each potential respondent was a self-administered questionnaire along with a cover letter that explained the purpose of the survey (i.e., to understand the work situation and role expectation of clergy) and that invited them to participate on a voluntary basis. All respondents were assured of confidentiality and asked to return their completed questionnaire to a research center affiliated with a local university. A follow-up call was made to remind the respondents to complete the questionnaire 3 to 4 weeks after the initial mailing. A total of 877 surveys were finally returned, representing a response rate of 33.7%.
The questionnaires were administered in Chinese with some wellestablished scales developed in the West. Items for these scales were originally developed in English and then translated into Chinese. The wording of some items was modified to fit the research setting. To ensure the quality of the translation, a back-translation was also done (Brislin, 1970) .
Among the respondents, 52.5% were male and 67.6% were married. The average work experience and organizational tenure were 9.5 and 5.6 years, respectively. Regarding their job positions, 21.7% were pastors and 64.0% were preachers. 27.1% of them (mostly pastors) reported that they were in charge of the church. Male and female clergy, however, reported holding different job positions in the hierarchy. Of the male respondents, 157 (34.3%) and 217 (47.4%) were pastors and preachers, respectively. The figures were 32 (7.7%) and 341 (82.4%) for the female respondents. In fact, more men were granted ordination (to be pastors) than were women. Moreover, among those who are in charge of their church, 190 (80.5%) were male and 46 (19.5%) were female, which reflected that female clergy are less likely to be appointed or promoted to that position compared with their male colleagues.
MEASURES
Perceived gender discrimination. Four items, adopted from Sanchez and Brock (1996) , were used to measure respondents' perception of gender discrimination in the workplace. The original scale with 10 items was designed to measure perceived ethnic discrimination among Hispanic employees. We selected and modified four items from that scale to fit our research context. Coefficient alpha for this scale was 0.868.
Distributive justice. Distributive justice was measured by four items tapping perceived fairness of reward that were modified from Goodman (1974) and from Tremblay and Roussel (2001) . The perceived justice of rewards was broken down into justice based on efforts and time, based on internal equity (colleagues in the same organization), and based on external equity (workers in other organizations). This scale has a high alpha coefficient of 0.943.
Procedural justice. Procedural justice was assessed with four items modified from Balkin and Gomez-Mejia (1990) and from Parker, Baltes, and Christiansen (1997) to capture the perceived fairness of the procedures used to make personnel decisions and to determine work arrangements. These items focused mainly on respondents' inputs into and degrees of involvement in the decision-making process. Coefficient alpha for this scale was 0.831. Price and Mueller (1981) . Coefficient alpha for this scale was 0.861.
Job satisfaction. This variable was measured by a three-item scale developed by

Organizational commitment.
A short form of the affective organizational commitment scale developed by Allen and Meyer (1990) was employed. We changed the word "organization" to the word "church" in our scale items. This scale had an alpha coefficient alpha of 0.849.
Intentions to leave. This variable was measured by a three-item scale developed by Cohen (1998) and based on Mobley, Griffin, Hand, and Meglino's (1979) definition. The three items had an alpha coefficient of 0.855.
The items and scales of the above measures are shown in the Appendix.
Gender. Males were coded as 0, and females were coded as 1.
Control variables.
A review of previous studies on clergy's job attitudes suggested three important variables to control for in the analysis, including church size, tenure with the current church, and job position. McDuff and Meuller (2002) pointed out that clergy who serve large churches tend to have a high level of job satisfaction and attachment to their current parish. In our study, church size refers to the size of congregation as measured with nine categories ranging from "less than 50 parishioners" to "more than 1000 parishioners." We follow the works of McDuff (2001) and McDuff and Mueller (2000) to control for organizational tenure, which is often found to be a significant predictor of job satisfaction and organizational commitment. It is measured as the respondent's total number of years working in the church. Lastly, ministerial position is related to work autonomy and authority in decision-making that affects work satisfaction (McDuff, 2001 ). In our study, job position is indicated by a dummy variable coded 1 if the respondent is the person who is in charge of the church and coded 0 if the respondent is not.
STATISTICAL ANALYSES
We employed hierarchical regression to test the hypotheses. Separate analyses were conducted for job satisfaction, organizational commitment, and intentions to leave. For the analysis of job satisfaction and organizational commitment, the control variables were entered in the regression model in step 1. Discrimination and justice perceptions were then entered as a block in step 2, followed by gender in step 3. In the last step, the three interaction terms (i.e., gender with discrimination, distributive justice, and procedural justice) were entered. Such a stepwise design was used to test the moderating effect of gender (Baron & Kenny, 1986 ). Our hypotheses were tested by examining the regression coefficients and the change in model R 2 at each step. For moderator hypothesis testing, we employed a less stringent significance level (i.e., 0.1) because measurement error and shared variances make Type II errors likely. Significant interactions were plotted to show the exact moderating effect. For testing mediating relationships, we adopted the procedure suggested by Baron and Kenny (1986) . We first regressed job satisfaction and organizational commitment, the two potential mediators, on the three independent variables (i.e., perceived gender discrimination, distributive justice, and procedural justice). Then, we regressed intentions to leave on these independent variables. Finally, we regressed intentions to leave on both the independent variables and on the mediators. The mediation effects can be shown by the changes in the regression coefficients of the independent variables in different models. Table 1 presents the means, standard deviations, and zero-order correlations among the study variables. Perceived gender discrimination was negatively correlated with distributive and procedural justice (r = -.27 and -.31, respectively). It also showed a negative correlation with job satisfaction (r = -.23) and organizational commitment (r = -.29) and a positive correlation with intentions to leave (r = .37). In addition, the correlation of distributive justice and procedural justice was strong (r = .58). These two variables were positively related to job satisfaction (r = .32 and .38, respectively) and organizational commitment (r = .50 and .61, respectively), and both were negatively related to intentions to leave (r = -.35 and -.42, respectively).
RESULTS
To test for common method variance and to help establish the convergent and discriminant validity of the major constructs in this study, we performed a confirmatory factor analysis using LISREL 8.30. All items for the six perceptual and attitudinal measures were included in the analysis. The results revealed that the six-factor model provides a good fit to the data, with a chisquare value of 808.03 (df = 174; p < .01). The root-mean-square error of approximation (RMSEA) was 0.064, whereas the goodness of fit index (GFI) and comparative fit index (CFI) were 0.92 and 0.95, respectively. All the indicators loaded exactly on their respective constructs.
t-tests were conducted to show the gender differences in study variables. As shown in Table 2 , male and female respondents were different in their perceptions of gender discrimination (t = -6.79, p < .001), with female clergy perceiving more gender discrimination in the workplace than did their male colleagues. Male respondents also reported a slightly higher level of distributive and procedural justice (t = 2.11 and 2.70, p < .01 and p < .05, respectively) than did female respondents. Men were higher on organizational commitment (t = 3.05, p < .01) and lower on intentions to leave (t = -2.03, p < .05), but no significant difference was found between men and women in their level of job satisfaction. Tables 3 and 4 display the results of regression analyses on job satisfaction and organizational commitment, respectively. The direct effects of perceived gender discrimination, distributive justice, and procedural justice are evaluated in Model 2. First, perceived gender discrimination was negatively related to job satisfaction (β = -.07, p < .05) and organizational commitment (β = -.07, p < .05). This provides support for Hypotheses 1a and 1b. Additionally, both distributive justice and procedural justice were significantly related to job satisfaction (β = .11, p < .01 and β = .28, p < .01, respectively) and organizational commitment (β = .19, p < .01 and β = .44, p < .01, respectively) in the predicted direction. Thus, Hypotheses 2a, 2b, 3a, and 3b gained empirical support. When gender was entered in Model 3, it did not account for a significant amount of variance for either outcome variable. Hypotheses 5a to 7b posit that gender will play a moderating role in the above relationships. To test these hypotheses, three interaction terms were included in Model 4, and they slightly increased the explained variance in job satisfaction (∆R 2 = .01, p < .1) and organizational commitment (∆R 2 = .01, p < .05). The interaction of gender with perceived gender discrimination was significant for organizational commitment (β = -.24, p < .01) but not for job satisfaction. In other words, Hypothesis 5b was supported, and Hypothesis 5a was not supported. Based on the procedure suggested by Holmbeck (1997) for a dichotomous moderator, we plotted the interaction effect. As shown in Figure 2 , the effect of perceived gender discrimination on organizational commitment was stronger for women than for men. It is also worthy to note that the interaction of gender with distributive justice was significant for job satisfaction (β = -.28, p < .1) but not for organizational commitment. Thus, Hypothesis 6a was supported, and Hypothesis 6b was not supported. Figure  3 reveals that distributive justice was associated with lower job satisfaction for men than for women. Since the interaction of gender with procedural justice was not significant for either outcome variable, Hypotheses 7a and 7b were not supported by the data.
GROUP & ORGANIZATION MANAGEMENT
The results of regression analysis for intentions to leave are shown in Table 5 . Model 1 is the baseline model that includes gender and the control variables. In Model 2, when perceived gender discrimination and the two justice variables were entered, they raised the explained variance by 22%. Specifically, it was found that perceived gender discrimination (β = .25, p < .01) had a positive effect, whereas distributive justice (β = -.11, p < .01) and procedural justice (β = -.27, p < .01) had a negative effect on intentions to leave. Thus, support was found for Hypotheses 4a, 4b, and 4c. However, in Model 3, the interaction terms of gender with perceived gender discrimination, distributive justice, and procedural justice were insignificant. Hypotheses 8a and 8b, stating that job satisfaction and organizational commitment mediate the effects of gender discrimination and distributive and procedural justice on intentions to leave, were tested according to Baron and Kenny's (1986) procedure. As shown in Models 1, 2, and 3 in Table 6 , the three predictors significantly affected job satisfaction and organizational commitment (i.e., the two hypothesized mediators) and intentions to leave in the predicted direction. In Model 4, when both the mediators and independent variables are included, the significant effects of distributive justice and procedural justice in the previous model disappeared. Taking these findings together, both Hypotheses 8a and 8b were supported in that job satisfaction and organizational commitment fully mediated the effects of justice perceptions on intentions to leave. However, the effect of perceived gender discrimination remained significant in Model 4. This variable seems to have a strong direct effect on intentions to leave and not through job satisfaction and organizational commitment. 
DISCUSSION
In the present study, perceived injustice and gender discrimination were significantly related to job dissatisfaction, low organizational commitment, and greater intentions to leave the organization. Additionally, we found that women perceived higher levels of gender discrimination than did men, and for women, perceptions of gender discrimination were associated with lower organizational commitment but not with job satisfaction. This suggests that women may more strongly attribute gender discrimination to the organization than do men. Thus, their commitment to the organization is adversely affected as a result. Women's satisfaction with their jobs, which may be seen as separate from the organization, is not particularly affected by their perception of gender discrimination.
The other significant moderating relationship we found was between distributive justice and job satisfaction, which was stronger for men than for women. As shown in Table 2 , women reported a lower level of perceived procedural and distributive justice perceptions than did men, and both differences were statistically significant. However, the effects of distributive and procedural justice were about the same for both sexes, supporting Fields et al.'s (2000) conclusion that women in Hong Kong may expect equal treatment with men in recognition and rewards, and hence they respond similarly to men. For female and male clergy, their responses to justice may be similar because they are highly educated and share the same religious values. Furthermore, we found a relationship between perceived distributive and procedural justice and intentions to leave the organization through the mediating effects of job satisfaction and organizational commitment. Unfair procedures and outcomes alone may not be enough to result in individuals' intentions to quit their present job. Our findings revealed that job satisfaction and organizational commitment fully mediated the relationships between justice perceptions and intentions to leave. This confirms the importance of satisfaction and commitment as intervening variables in models of turnover intentions (Williams & Hazer, 1986) .
GROUP & ORGANIZATION MANAGEMENT
We were surprised to find that the relationship between gender discrimination and intentions to leave the organization was not mediated by job satisfaction and organizational commitment, suggesting that gender discrimination alone is enough to affect individuals' leave intentions. Individuals seem to form leave intentions in part by directly considering the gender discrimination experienced in their organization.
IMPLICATIONS FOR THEORY
By measuring both discrimination and justice perceptions, researchers can better understand how organizational conditions and processes affect job satisfaction and organizational commitment and how these work-related attitudes drive intentions to leave. The present study makes several contributions to the literature. First, it examines discrimination from the point of view of those who may actually be experiencing discrimination. Thus, it offers insight into the reactions and work-related outcomes of the victims of discrimination. Second, our study establishes a theoretical and empirical link, not often recognized in the current literature, between the gender discrimination literature and justice theory. Third, our study answers Barak, Cherin, and Berkman's (1998) call for future research examining employees' perceptions of discrimination and the impact on their job attitudes. Fourth, Hofstede's (1980 Hofstede's ( , 2001 masculinity dimension may help in predicting gender differences in individuals' perceived justice and discrimination in the workplace. Last, we address Sweeney and McFarlin's (1997) view that much more needs to be done to identify factors or conditions that affect the moderating role that gender has on justice/outcome relationships. As we use clergy as our sample, the present study enables us to understand more about gender differences in a professional setting.
IMPLICATIONS FOR PRACTICE
Our findings have practical implications for understanding the moderating effect of gender on the perception-intention relationships we tested.
Perceptions of unfair organizational rewards have a more negative effect on men's job satisfaction than on women's job satisfaction. This would suggest to managers that the fairness of rewards is particularly important to men and that managers should endeavor to be perceived as fair when making reward allocations to minimize the adverse impact on job satisfaction. Continued research on the managerial practices that influence fairness perceptions will contribute to the design and implementation of fair allocative procedures and outcomes. Managers need to realize that decreasing employees' perceptions of unfairness and discrimination is as important to employee retention as increasing job satisfaction and organizational commitment.
The direct effect of gender discrimination on intentions to leave also has practical implications. The perception of gender discrimination in the workplace directly affects employees' intentions to leave regardless of how satisfied they are in their job or how committed they may be to the organization. Gender discrimination creates an overall negative work environment for all employees (Ensher et al., 2001) ; thus, individuals who perceive gender discrimination may be more likely to consider leaving the organization. Our results should alert managers to the negative consequences of employees' attributing differences in treatment to their gender. Management decisions and communications with employees should be carefully shaped to prevent perceptions of differential treatment based on gender.
LIMITATIONS AND DIRECTIONS FOR FUTURE RESEARCH
Some methodological limitations of our study should be acknowledged. First, the potential for social desirability bias influencing responses was present because of the sensitive nature of the questions. This limitation was addressed in part by the guaranteed confidentiality of responses. Second, all of the variables were assessed by self-report measures, raising the possibility of common-methods bias. Third, the study was cross-sectional and did not capture trends within organizations, but causal relationships were inferred. One must be sure to note that causal inferences made from cross-sectional designs are never more than inferences (Moorman, 1991) . Fourth, the viewpoint of the decision-makers, which may have shed further light on the perceptions of fairness and discrimination, was not assessed. Last, the dependent variables consisted of attitudes rather than behaviors. The behavioral consequences of justice and discrimination perceptions also need to be examined to understand the full ramifications of the gender differences in work-related attitudes.
In addition, three potential limitations to the generalizability of this theoretical perspective deserve comment. One issue concerns whether and to what extent the theoretical framework developed here generalizes across different types of professions. We believe that our results generalize to other workers in helping professions (e.g., social workers) as well as to other workers in the non-profit sector because they face similar work conditions and practices as clergy. Future research is needed to cross-validate the current model using other professional employees as well as different nationalities and denominations. A second issue is whether and to what extent the theoretical framework developed here generalizes across different types of outcomes (including both positive and negative ones) or to outcomes less amenable to social comparison. Third, the generalizability of these findings may extend only to those countries that are high on the masculinity dimension (e.g., the United States, Japan, Mexico, Germany, and Austria) rather than low-masculinity countries (e.g., Sweden, Norway, the Netherlands, Denmark, and Finland).
Future research is needed to cross-validate the current model using other professional employees, different nationalities, and social groups other than male and female. A longitudinal research design may better assess individuals' intentions to leave or remain with an organization (Farkas & Tetrick, 1989) . Therefore, future research that can track a cohort of employees in an organization is needed. In conclusion, this study broadens our understanding of the influence of perceived (in)justice and gender discrimination on job attitudes for male and female professional workers.
